EMPLOYMENT RECRUITING SYSTEM 



5 CROSS-REFERENCE TO RELATED APPLICATIONS 
Not applicable. 

BACKGROUND OF THE INVENTION 

The present invention relates to an employment recruiting system and, 

10 more particularly, a method and system for automating services related to 
employment recruiting. 

The objective of employment recruiting is to locate and qualify candidates 
to satisfy the needs of employers' as evidenced by open employment positions. 
Generally, the availability of a job opening must be communicated to persons who 

15 may be interested in the position, contact must be established between potential 
job candidates and the employer, and a group of candidates must be screened 
and interviewed to identify the candidate most suited for the position. Whether 
the employer undertakes all of these tasks or retains an outside agency to provide 
recruiting services, locating and screening candidates for employment is a labor, 

20 time, and, therefore, cost intensive process. 

Recruiters may be retained to locate candidates by directly contacting 
potentially interested persons. However, this method of locating candidates is 
relatively expensive and is generally reserved for recruiting for highly 
compensated, executive positions. Probably, the most common approach to 

25 locating candidates outside of the hiring organization is direct advertising of the 
availability of the position. Generally, a recruiter will prepare an advertisement 
describing job duties; required experience, skills, and other qualifications; and 
providing contact information to facilitate interaction between interested persons 
and the recruiter. Typically, interested persons are directed to reply to the 
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advertisement by sending a resume to a person designated in the advertisement. 
Resumes received in response to an advertisement are typically organized and 
screened by the recruiter or a human resources specialist before being passed to 
a manager responsible for filling the position. The organization of resumes and 

5 the prescreening of candidates may require a significant amount of time, 

particularly in large companies which may have a number of positions open at any 
time. Before being reviewed by the hiring manager, the resumes may be further 
screened by a person or group within the hiring department having knowledge of 
the technical requirements of the job. Finally, the hiring manager may review all 

10 or a portion of the resumes received in response to the advertisement to select 
candidates for a personal interview. 

Traditionally, job advertisements have been published in newspapers and 
in magazines directed to particular groups likely to include potential applicants. 
As the labor pool has become more mobile, the limitations of print advertising 

15 have become significant impediments to the recruiting process. Generally, 
newspapers have a limited number of subscribers and a limited geographical 
circulation and purchasing advertising space in a number of newspapers 
substantially increases the cost of recruiting. While magazines often have 
national circulation, there are often several magazines that are directed to a 

20 particular trade or specialty and the cost of reaching a large pool of potential job 
applicants by advertising in several magazines can be quite high. 

With the development of the Internet and the World Wide Web (the web) 
many employers have begun posting job advertisements on the employer's 
company web site. In addition, many newspapers and magazines post advertised 

25 positions on web sites as well in their printed publications. While these web sites 
are accessible to any person with access to the web, potential job applicants must 
be aware of the company or publication and must repeatedly visit a number of 
web sites to determine what jobs are available in the field or geographic location 
of interest. The inefficiency of this process has been addressed by the 
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development of employment bulletin boards on the web. 

A number of potential employers can post position advertisements on an 
employment bulletin board, such as www.monster.com, and 
www.bestjobsusa.com, where the advertisements can be viewed by potential job 

5 applicants accessing the web site. Typically, employment bulletin boards 

facilitate candidate searching of posted advertisements by occupation, keywords, 
and location, reducing the time required for a job seeker to investigate the large 
number of position advertisements posted on the bulletin board. In addition to 
hosting job position advertisements posted by employers, many employment 

10 bulletin boards permit potential job applicants to post a resume. If the potential 
applicant finds an advertisement of interest, a resume can be sent by e-mail 
directly from the bulletin board to the potential employer. McGovern et al., U.S. 
Patent No. 5,978,768 describes a computerized job search system that includes a 
computer-based "personal search agent" that permits a job seeker to periodically 

15 monitor new position advertisements posted on the employment bulletin board. 
When the personal search agent identifies a match between the potential 
applicant's qualifications and interests and the requirements of an advertised 
position, the computer will send e-mail to the job seeker identifying the advertised 
position. The applicant can then cause a resume to be e-mailed to the potential 

20 employer and the system can automatically notify the applicant by e-mail when 
the resume is received by the employer. Further, the system has facilities for 
converting a resume to text for storage in a searchable data base. Storing a 
resume as text facilitates manual screening and evaluation of resumes received in 
response to an advertisement. Employment bulletin boards increase the 

25 availability of information about job openings, make it easier for job seekers to find 
positions of interest and facilitate interaction between potential applicants and 
employers. However, bulletin boards are of limited utility in assisting employers in 
sourcing potential job applicants and screening candidates to identify a candidate 
most suitable for employment. Further, the many of the processes used in 
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recruiting and presenting qualified candidates to the potential employer are 
manual processes requiring considerable time from job applicants, employees of 
the and outside contractors representing the potential employer. 

What is desired, therefore, is an employment recruiting system that 
5 automates the tasks involved in sourcing, screening and presenting qualified job 
applicants to an employer with employment needs. 

BRIEF DESCRIPTION OF THE DRAWINGS 

FIG. 1 is a block diagram of the employment recruiting system. 
10 FIG. 2 is a flow diagram of the recruiting method of the present invention. 

FIG. 3 is a schematic illustration of a computer network. 
FIG. 4 illustrates an exemplary computer screen for position advertisement 
entry. 

FIG. 5 illustrates an exemplary computer screen for position skills 
15 description. 

FIG. 6 illustrates an exemplary computer screen for screening questions 
description. 

FIG. 7 illustrates an exemplary computer screen facilitating candidate 
interaction with the recruiting system. 
20 FIG. 8 illustrates an exemplary computer screen reporting results of a 

position search. 

DETAILED DESCRIPTION OF THE INVENTION 

The objective of employment recruiting is to locate, screen, and present 
25 qualified candidates to fill available employment positions. Generally, the 
availability of a job opening must be communicated to persons who may be 
interested in the position, contact must be established between potential job 
candidates and the employer, and candidates must be screened and then 
interviewed to identify the candidate best suited for the position. Whether the 
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employer undertakes all of these tasks or retains an outside agency to provide 
recruiting services, the process of locating and screening or qualifying candidates 
for employment is labor and time intensive and, therefore, costly. 

Probably, the most common method of communicating the availability of an 

5 employment position to potentially interested persons is direct advertisement. 
Traditionally, advertisement of available positions has been undertaken primarily 
through printed media, including newspapers and magazines. The advent of the 
World-Wide-Web (the web) has prompted employers to post job advertisements 
on company web sites. In addition, many newspapers and magazines also 

10 provide a web site for posting job advertisements carried in the printed medium. 
However, accessing these web sites requires that applicants be aware of the 
company or publication and repeatedly visit a list of sites which might post jobs of 
interest. 

The inefficiency of searching out and repeatedly accessing a list of web 
15 sites with position advertisements has lead to the development of electronic 
employment bulletin boards where position advertisements may be posted by a 
number of employers. Electronic bulletin boards usually include facilities to permit 
job seekers to search posted advertisements for positions of interest. Electronic 
bulletin boards also typically permit a job seeker to post a resume to a database. 
20 The bulletin board may also facilitate contact between job candidates and 

recruiters through the use of e-mail to forward resumes from the resume database 
to the recruiter. One result of wider and more effective position advertising, a 
strong job market, and changing attitudes concerning length of employment is an 
increase in the time and effort required for employers to effectively locate and 
25 qualify candidates for a substantial number of available positions. The present 
inventors came to the realization that many of the manual tasks involved in 
recruitment could be effectively automated in an integrated recruiting system. 
Referring to FIG. 1, the recruiting system 20 of the present invention automates 
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many of the tasks involved in locating and screening candidates and facilitates 
presentation of qualified candidates 22 to hiring employers. 

The recruiting process is initiated when a position becomes available with 
an employer. The hiring manager prepares a position questionnaire or job 
5 description expressing the employer's needs. Typically, the position 

questionnaire outlines the job title; the job duties; compensation; required and 
desired experience, education, certification, and skills; and whether the job is a 
full- or part-time position. When the job description is complete, the hiring 
manager typically directs a recruiter 24, who may be either employed by the hiring 

1 0 company or an outside contractor, to locate candidates qualified for the position 
described in the position questionnaire. Referring to FIG. 2, the recruiter 24, in 
consultation with the hiring manager, prepares a position advertisement usually 
including the job title; the job duties; and education, skills and certification 
requirements 40. The position advertisement may also include information 

15 concerning benefits offered by the employer, other general information about the 
employer, and contact instructions to enable interested persons to contact the 
recruiter 24. When the position advertisement is completed, the recruiter 24 
publishes the advertisement as directed by the employer. The advertisement may 
be placed in print media such as newspapers and magazines. In addition, the 

20 recruiter may post the advertisement on one or more web sites. 

Referring to FIG. 3, the World Wide Web (the "web") comprises a network 
of interconnected servers that supports hypertext to access several Internet 
protocols on a single interface. Typically, computers connected to the web have 
utilized a client/server architecture with a server computer providing files and 

25 services to a user's client machine. Web sites comprise collections of computer 
accessible files resident on one or more computers having a communication 
connection 61 to the web 60. For example, company web sites, electronic bulletin 
boards and web sites of traditional print media (collectively referred to as outside 
resources) are resident on one or more servers 62 connected to the web 60. 
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Web sites may offer employment advertising posting services on a free or "for fee" 
basis. The web sites are accessible to computer users having computers 
connected to the web, including, for example, a job candidate's computer 66 and 
a computer 68 operated by a recruiter 24. The recruiting system of the present 

5 invention is typically implemented as a web site on a web server computer 69 
connected to the web 60 by a network interface 26. 

Referring again to FIG. 1 , the recruiter 24 may contact the recruiting 
system 20 through a recruiter module 28 to submit a position advertisement for 
inclusion in a positions database 30 of the recruiting system or to monitor 

10 responses from job candidates 22. The positions database 30 is a computer 
searchable data structure that is typically implemented as a relational database. 
Referring to FIG. 4, a job advertisement may be input to the system 20 through a 
position advertisement entry computer screen 70 of the user interface 
implemented in the recruiter module 28. The position advertisement entry 

15 screen 70 typically includes entries related to identifying and generally describing 
a position to be filled (indicated by a bracket) 72. Further a recruiter or other 
contact 74 (indicated by a bracket) and the hiring manager 76 (indicated by a 
bracket) may be identified and associated with the position. To increase 
uniformity and reduce the time required to describe positions, the exemplary 

20 position advertisement entry computer screen 70 utilizes pull down menus and 
lists 78 and check boxes 77. Clicking a button 79 on the position advertisement 
entry screen 70, causes the system 20 to display a screen facilitating the 
description of a position's duties and the desired qualifications of a candidate. 
Referring to FIG. 5, an exemplary skills entry screen 80 includes 

25 information from the positions advertisement entry screen 70 identifying the 
position 82 (indicated by a bracket). The skills entry screen 80 typically permits 
the recruiter to describe the required level of education 84 and related 
experience 86. In addition, the skills entry screen 80 provides a single line 
description of each job duty 88 (indicated by a bracket), skill, or other candidate 
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qualification element 90 (indicated by a bracket). The single line entry form 
provides a crisper description of the job requirements and candidate qualifications 
permitting accurate and thorough automated screening of potential candidates 
and facilitates a focused response by the candidate emphasizing the 

5 correspondence of the candidate's experience and the specific needs of the 
employer. In the case of the education, skills, certification or other qualifications, 
the system prompts the recruiter to indicate whether the qualification element is 
required or desired 92. Possessing a particular skill may make a candidate more 
attractive for a position but the skill may not be necessary for successful 

10 performance of the job duties. The significance of a candidate qualification can 
be used in weighting the scoring of resumes to show preference for candidates 
having desirable skills while ensuring that selected candidates have the required 
skills for the position. 

To assist the recruiter 24 in preparing a job advertisement the recruiter 

15 module 28 includes a database of job templates providing predefined single line 
job description elements including skills and screening questions for many jobs. 
In addition to storing the position advertisement in the positions database 30, the 
recruiter 24 is prompted to associate with the advertisement keywords expressing 
candidate qualifications to be used as search parameters 42 in an automated 

20 search of the candidates database 34 and the computerized databases of the 
outside resources 22. By way of example only, keywords may express job 
activities and duties, education, skills and certification requirements. The 
keywords may also be weighted to express a significance of a candidate 
qualification sought by the employer. The system uses keywords to select a 

25 targeted list of e-mail recipients to receive notice of the associated position 
advertisement. 

The recruiter 24 can also associate screening questions with the position 
advertisement 42 for storage in the positions database 44. Clicking a button 94 
on the skills entry screen 80 causes the system 20 to display a screening 
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questions description screen 100, as illustrated in FIG. 6. Screening questions 
are typically high level technical 102 and employment 104 related questions 
(indicated by brackets) asked of substantially all applicants in the first round of 
candidate screening. The recruiter module 28 can suggest typical technical and 
5 other screening questions related to many jobs, but the recruiter 24 may also 
include custom screening questions to be associated with a particular 
advertisement or employer. The recruiter may also include gating questions, such 
as willingness to reclocate, requiring a specific response to avoid exclusion of the 
candidate. 

10 Job seekers or candidates 24 interact with the recruiting system 20 through 

a user interface provided by a candidate module 36. The candidate module 36 
provides communication services and facilitates candidate 24 interaction with the 
system 20. Referring to FIG. 7, an exemplary candidate interaction screen 120 
displayed to a candidate 24 by the candidate module 36 permits a candidate to 

15 post a resume 122 to a candidate database 34 or to modify an existing resume. 
The candidate database 34 is a computer searchable data structure that is 
typically implemented as a relational database. To facilitate the automated 
processes of the recruiting system 20 and manual review of resumes, the 
candidate module 36 can provide a template for a resume to be submitted by the 

20 candidate. Candidates can also search 130 the positions database 30 for job 
advertisements of interest. The candidate module 36 may be used to direct 
e-mail messages from the recruiting system 20 to the candidate 22 or from the 
candidate to recruiters 24. This enables a focused e-mail response 126 to an 
invitation to apply for a position stating why the candidate is particularly suited for 

25 an advertised position. The focused response offers the candidate the 
opportunity to point out the candidate's experience, training, and skills that 
correspond to the single line requirements of the position advertisement and to 
provide a persuasive message to persons evaluating the candidate. The focused 
response typically accompanies a copy of the candidate's resume from the 
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candidate database 34. Through the candidate module 36 the candidate 22 can 
also check the status of jobs for which the candidate has applied 132 and by 
clicking a button inform employers that the candidate remains available for new 
employment 128. The focused response inputs of the candidate are stored by the 
5 system for use in responding to later job advertisements. 

Some persons contacting the recruiting system 20 may be interested in 
other employment but not be actively seeking new employment at the time. The 
candidate module 36 includes facilities to enable interested individuals to enter a 
profile or summary of their qualifications and job interests 124 in the candidate 
10 database 34. The individual can elect to receive e-mail notification when an 
advertisement including requirements matching the profile is added to the 
^ positions database 30. This permits capturing data related to persons not 

immediately seeking new employment but who might be interested if the right 
ill opportunity arises. 

i?j 1 5 Many of the automated functions of the recruiting system 20 are performed 

JJ{ by a recruiting robot 38. The robot 38 comprises a data processing device 

s including a set of instructions that causes the robot to search designated 

2 computer accessible databases, including the candidate database 34 and resume 

y databases of outside resources 32 to locate candidates matching the 

p 20 requirements of stored positions advertisements. The outside resources 32 can 
include company web sites, electronic bulletin boards providing free access or "for 
fee" access to resume databases and may include web-based news groups of 
interest to certain occupations or groups. Through the recruiter module 28 the 
recruiter 24 specifies search parameters 42, including keywords and database 
25 identities, to be used by the robot 38 in database searching. To initiate a search, 
the recruiter 24 associates search parameters with the position advertisement 
indicating the periodicity of searches to be undertaken by the robot and identifying 
the databases to be searched. The system incorporates a data dictionary to 
provide additional related keywords to be used in association with the keywords 
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specified by the recruiter. As instructed in the search parameters 46 the robot 38 
periodically obtains the appropriate keywords associated with a position 
advertisement from the positions database 48 and searches the appropriate 
databases 50. Upon contacting an outside resource 32, the robot 38 executes an 
5 instruction that parses the candidate resumes stored in the outside resource's 
database and analyzes the text to locate character strings matching in the resume 
corresponding to the keywords of the robot's search parameters. The robot 38 
includes a scoring instruction that scores the candidate's resume 52, typically as 
a function of the occurrences of keywords in the resume and any significance 

10 assigned to keywords in the search parameters. If the scoring exceeds a 

threshold established by the recruiter 24, the robot 38 will download the resume 
for storage in the candidate database 54 and report to the recruiter 55. The 
robot 38 periodically repeats the search of the specified databases as instructed 
in the search parameters 46. The recruiter module 28 provides a control center 

15 for the recruiter 24 displaying the progress of searches initiated by the recruiter. 
Referring to FIG. 8, an exemplary recruiting control center screen display 140 
identifies the recruiter 142 (indicated by a bracket) and lists the progress of 
searches initiated by the recruiter. For example, searches can be identified by job 
identification 144, job title 146, employer 148 and hiring manager 150. Further, 

20 by way of example only, the number of candidates located by a search 1 52, the 
numbers of candidates remaining after screening 154 and the number of 
candidates eliminated by screening 156 can be reported. 

In addition, through the recruiter module, the recruiter 24 can direct the 
robot 38 to contact responding candidates and request a response to the 

25 technical and prescreening questions associated with the position 

advertisement 56 and obtained from the positions database 57. Typically, an 
e-mail message will be sent to the candidate 22 requesting that the candidate 
access the system and respond to the technical and prescreening questions. 
When the candidate 22 contacts the system 20, the candidate module 36 displays 



-11- 



the technical 102 and general 104 prescreening questions and accepts answers. 
The robot 38 scores the responses 58, stores the score in the candidate 
database 34, and reports the score to a recruiter 59 upon a request for a report of 
progress in locating candidates for a position advertisement. When the recruiter 
5 reviews the progress of the search for candidates, the prescreening scores can 
be reported and resumes of interest obtained from the candidate database for 
further review and screening. The recruiter can report the search results to the 
hiring manager at any time 41 . 

When the robot 38 identifies a potential candidate either from the 

1 0 candidate database 34 or the database of an outside resource 32, it extracts the 
candidate's e-mail address from the resume or an abbreviated profile in the 
candidate database 34 and sends e-mail to the potential candidate inviting the 
individual to apply for the advertised position. 

A candidate 22 with a resume stored in the candidate database 34 may 

15 respond to an e-mail invitation to apply for a position by forwarding a copy of the 
resume by e-mail to the recruiter 24. In addition, the recruiting system provides 
an opportunity for a candidate 22 to provide a focused response to the invitation. 
Referring to FIG. 7, a candidate 22 may provide a message 126 to accompany a 
resume expressing why the candidate 22 is particularly suited for the specific job 

20 in question. A focused response makes manual review of the candidate's 
qualifications easier and improves the likelihood that the hiring manager will 
decide to interview the candidate. The focused response is stored in the 
candidate database 34 in association with the candidate's resume. 

A potential candidate 30 whose raw resume has been downloaded from an 

25 outside resource 32 can also be requested to provide a resume for the candidate 
database 34 in the standardized format provided by the system 32. In addition, 
the candidate can provide a focused response to accompany the resume when 
forwarded to the recruiter 24. The recruiting system 24 periodically sends a 
message to candidates 22 requesting an update of the candidate's availability. 
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The candidate module 34 permits the candidate 22 to update employment 
availability with a single click of a mouse button 128 adding an availability date 
stamp to the resume stored in the candidate database 34. The uniformity of 
resume formats in the candidate database 34 improves the effectiveness of 

5 automated screening and reduces the time and effort required when manually 
screening a group of resumes. 

When directed by the recruiter 24 and the candidate 22, the recruiting 
system 20 can contact references listed in the candidate's resume. An e-mail 
message including appropriate reference questions 106 (see FIG. 6) is directed to 

10 the reference at the e-mail address listed in the candidate's resume. Responses 
received from references by return e-mail are stored in the candidate database 34 
in association with the candidate's resume and are forwarded to the recruiter 24. 

When the hiring manager receives a group of resumes to consider the high 
level screening has been completed, the candidates have been scored, and the 

15 most suitable candidates identified. After reviewing the resumes the hiring 

manager can request the recruiter 24 to contact certain candidates 22 by e-mail 
through the facilities of the system 20 for an interview. The hiring manager may 
also order a background check or drug testing for a selected candidate through 
the system. Since many of the tasks involved in locating and qualifying job 

20 candidates are performed with little or no human intervention, the time and 
expense of hiring activities can be substantially reduced. 

All the references cited herein are incorporated by reference. 
The terms and expressions that have been employed in the foregoing 
specification are used as terms of description and not of limitation, and there is no 

25 intention, in the use of such terms and expressions, of excluding equivalents of 
the features shown and described or portions thereof, it being recognized that the 
scope of the invention is defined and limited only by the claims that follow. 
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